Managing Talent
Making knowledgeable people perform is not a matter of making them work harder or more skillfully. Naturally, they are dedicated and such interventions are beside the point. Rather, the managerial task relates to removing obstacles to performance and then channeling efforts into areas that will contribute to the accomplishment of an organization's objective. For that reason, managing talented workers for performance is best understood asaprocessofinfluence.Tobegin,establishaframeworkintermsofculture,structure,and styleofmanagementinwhichthetalentofknowledgeworkerscanflourish.In exercising this process, accommodate these people's preferred ways of working. The result is that knowledge workers understand, identify with, and see how their own contribution can be enhanced. They put their best abilities to the test. They challenge and achieve. To build such a framework, • Recognizeoutstandingtalentwhereveritisfound.
• Establishcleartaskobjectivesandperformancestandardsinconsultationwitheach
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• Extend incentives, rewards, and reinforcements that meet the motivational patterns of each knowledge worker. • Provideopportunitiesforimprovement.
As organizations redesign in the knowledge economy, they will have to quickly address the elemental issue of motivation. Consider the major rewards typically provided to workers for effort (irrespective of the type of worker).Wages,forinstance,cannotbeconsumedatwork.Fringebenefits(suchasleave,healthandmedical insurance, pay for overtime, or proceeds from stock purchase plans) yield satisfaction only when workers leave theorganization.And,sadly,promotionoftenmeanslittlemorethanabiggeroffice,aresoundingtitle,ora specialparkingplace.Isitsurprisingthenthatsomanyworkersperceivetheirjobtobeaformofpunishment? Thefieldofmotivationisstillwideopen:buttheorganizationsthatthrivewillhave(moreappetizing)menus ofbenefitoptionsfromwhichknowledgeworkerscanchoose.
...With Knowledge Managers
Certainly, knowledge workers require knowledge managers, not bosses. These new-era managers need to set and enforce on themselves exacting standards for their performance of those functions that determine ability to perform. Time and again, traditional managers exercise no leadership at all but only position power. Many reach thetopbybeingtoughandself-affirmativeorbybeingthekindofpersonthatothersfeelsafeinfollowingor promoting. Yet managing knowledge workers requires that managers themselves act as good follower and team playeraswellasleaderandtechnologist.Sincetheprocessofinfluencingtheperformanceofknowledgeworkers is mainly developmental, they need also to hone skills in appraising, coaching, mentoring, and providing feedback. One measure of their effectiveness will be by the quality of the (internal and external) relationships that they create.
The knowledge economy is pruning status, power, and upward mobility from the managerial role. From now on,would-benew-eramanagerswillbeaskedtoreplyconvincinglytoasimplequestion:Whyshoulda knowledge worker want to be managed by you?
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